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This is a 2013 study report for the three-year study on the human resource 
development(HRD) strategy in the age of FTA, conducted from 2013 to 
2015. Recently, multilateral trade liberalization has made slow progress. But 
exclusive trade liberalization agreements through FTAs have recently seen 
rapid development. Particularly, multiple FTAs are being negotiated 
simultaneously between governments, and there is visible effort of establishing 
an exclusive multilateral trade block in the Asia-Pacific region. With such 
simultaneous negotiations of multiple FTAs and expansion of multilateral 
negotiations beyond negotiations between individual countries, it is no longer 
possible to ensure sustainable growth of the Korean economy solely by 
securing favorable terms in bilateral FTA negotiations. Against a backdrop of 
this FTA-driven, rapid economic globalization, this study has assigned 
enhancing competitiveness through HRD innovation as the core task for the 
sustainable growth of our economy and has begun researching this task. 
Considering the vast scope of studies regarding HRD innovation, this study is 
planned to be conducted over a period of three years with the intention of 
covering two main study areas, namely: ways of enhancing competence of 
human resources inside Korean society, and ways of utilizing competence of 
human resources outside Korea. It was deemed that effective response to 
FTA-driven rapid globalization requires the utilization of human resources 
competence inside and outside Korea.
Under this overall study plan, the 2013 study focused on creativity in 
terms of enhancing the competencies of human resources inside Korea, and 
on globalization and labor mobility in terms of utilizing the competencies of 
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human resources outside Korea. Concerning the selected study subject for 
2013, the Korean economy is put under ever-increasing pressure from 
competing corporations and competing countries. As a result, there is a need 
for the country to become a “leader”. In order to respond adequately to such 
demands, it is necessary to saturate the society with creative ideas and 
translate them into economic achievements. In this regard, and from the 
perspective that it is necessary to promote generation of more creative ideas 
across the society, this study examined elements of the social system that 
influence creativity.
Next, as the recent FTAs concern both liberalization of trade goods and 
liberalization of trade services, there is a growing discussion of labor 
mobility. In particular, adequate utilization of excellent foreign talents is 
emerging as an important aspect amidst intensifying global competition. 
Therefore, HRD policies also need to address not only the enhancement of 
human resources competence within Korea, but also effective utilization of 
human resources outside Korea. For this reason, the 2013 study discussed 
globalization and labor mobility in general. Also, mutual recognition of 
degrees and qualifications was examined as a core systematic device required 
for facilitation of such labor mobility. As such, this report comprises 2 parts: 
Part I. Social Study of Creativity and Part II. Globalization and Labor 
Mobility. As continuous extensions of the 2013 study, the 2014 study and the 
2015 study will be carried out with more subjects that span across the two 
main enhancement areas of human resources competence inside Korea and 
utilization of human resources outside Korea.
1. Part I: Social Study of Creativity
1) Background
The study on creativity was considered necessary because the creative 
economy is recently gaining emphasis as a new development model for the 
Korean economy and various creative human resource policies continue to be 
announced and enforced, but with clear limitations. In particular, we 
attempted to view creativity not just as a personal quality that could be 
shaped in education, but also considered as a product of social process and 
emphasized the necessity of increasing interest in cultivating creativity in the 
workplace.
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2) Theoretical review
Our review of related theoretical results revealed that recent studies on 
creativity ranged from the conventional psychological approach to management 
perspective which includes studies of organizational creativity and innovation 
theories. We also learned that the studies across the ever-increasing scope 
used the premise that creativity is not entirely a personal quality but a 
product of social process. Concerning the definition of creativity, although a 
strict definition of creativity itself would be extremely difficult, the general 
agreement seen today is that creativity is identified using the two criteria of 
‘newness’ and ‘usefulness’ As for factors of social system influence on 
creativity, there have been many studies on aspects of organizational 
creativity. The most representative factors identified are: expertise in a 
specific field, autonomy in job performance, recognition of creativity and 
tolerant organizational culture, recognition of diversity, and an adequate 
compensation and motivation system.
3) Study design
Next, a survey and various case studies were conducted based on the 
theoretical review results. The survey was focused on creativity-influencing 
factors with more macro and social implications, and case studies were 
focused on relatively micro factors within specific organizations. The survey 
was conducted on a sample of 1,000 Koreans with jobs where creativity is 
considered important. The case studies were conducted on a few select 
corporations considered to be outstanding in terms of organizational operation 
for the cultivation of creativity.
4) Survey result analysis
The survey results show that the demand for new ideas, which is an 
important indicator to measure creativity, has been increasing over the past 
five years and the response to these demands has been suitable to a certain 
degree. In particular, there is relatively high demand for new ideas in terms 
of work output in the cultural fields of design, movie/broadcast, games, etc.
Next, a study on factors influencing creativity showed that ideas and 
information are shared relatively widely with people of various backgrounds, 
implying that the factor of diversity is viewed rather positively. However, the 
respondents mentioned dominance of certain individuals and presence of 
excessively negative feedback at idea discussions, implying that the discussion 
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culture needs to be improved.
On the other hand, concerning difficulty of expressing personal opinions, it 
was found that opinions are not expressed frequently due to the vertical 
hierarchical culture toward superiors and elders. This is verified again in the 
study of factors interfering with sharing of new ideas and free discussion. In 
other words, the respondents identified an authoritarian attitude of 
supervisors/senior employees and hierarchical organizational culture prevalent 
at work places as restraints on creativity, implying that these social factors 
must be improved in order to foster creativity in Korean society. In terms of 
work conditions, low wage/income level, short project periods, inadequate 
compensation for personal/team performance, and excessively long working 
hours were identified. This implies that adequate workload and rational 
compensation must be realized in order to enhance the level of creativity in 
Korean society.
According to the results of the study on factors that influence creativity, 
which were produced using the ordered logit model, expanding non-cognitive 
diversity such as sex, age, and region of origin, has a positive effect on new 
ideas. However, an increase in cognitive diversity, such as field of study or 
work, has a negative effect on new ideas.
Furthermore, the authoritative attitudes of supervisors, poor debate culture, 
and plagiarism of other’s ideas have a negative impact on the creation of 
new ideas. Regarding the effects of working conditions of individuals, an 
individual sense of accomplishment, reasonable reward, and a stable working 
environment have a positive effect on individual efforts for new ideas. Of 
interest with regards to the institutional characteristic of an entire organization 
is that subdividing the performance evaluation standard or strengthening the 
supervising process can have a positive effect on the responses of teams of 
individuals.
5) Corporate case study results
Corporate case studies on creativity at work places were conducted on six 
small companies and two large companies. First, in the case studies on the 
six small companies, the respondents identified that breaking away from the 
bureaucratic operation of the organization and an improved autonomy of work 
(diverse management of respecting different opinions and perspectives, 
building a pleasant atmosphere and work satisfaction which fall into the 
category of positive emotions, and performing projects that are personally 
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preferred, which is related to intrinsic motivation) as factors influencing 
creativity. These factors were also commonly identified in previous studies 
(Amabile et al., 1996).
On the other hand, case studies were also conducted on two large 
companies(Company M and Company S) which are leading companies in 
their respective fields of engineering software and electronics. Company M 
presents a case of excellent value management, organizational operation, and 
human resource management, in which organizational creativity can be 
enhanced by encouraging the employees to work happily with passion and 
commitment as they take ownership of their own work. On the other hand, 
Company S seeks to build an organizational model for simultaneously 
achieving utilization and exploration, stability and flexibility, and reliability 
and innovation by running an innovation project team with the goal of 
discovering and implementing creative ideas(Insu Kim, 2008). The company 
also has a long-term plan of disseminating the culture of innovation to the 
entire organization based on the success case of the innovation project team. 
The results of the case study show that the factors influencing creativity, 
which were identified in the theoretical review, are transformed and utilized 
in diverse ways according to the unique context, size, and business type of 
each enterprise. One striking difference was that large enterprises actively 
pursue measures to consciously enhance creativity while small enterprises 
leverage on organizational flexibility which is unique to small businesses. In 
the future, there should be more wide-ranging case studies of a similar kind 
and the lessons from good cases should be disseminated adequately to even 
more enterprises in order to enhance the competitiveness of Korea’s economy.
2. Part II: Globalization and Labor Mobility
1) Background
The global economic system promotes relocation of production bases to 
areas, countries, etc. where production is possible with lower wages and 
lower costs, or to areas where a highly skilled workforce is readily available. 
Of course, despite the expanding mobility of labor across national borders 
according to increasing international trade, there are still numerous barriers 
that limit the movement of people. Nonetheless, many FTAs involving Korea 
include clauses concerning the movement of workforces and this discussion is 
expected to continue and expand in the future. As such, we reviewed the 
current status and issues of labor mobility regarding FTAs in order to 
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identify ways of effectively utilizing human resources competence outside of 
Korea.
2) International movement of labor into Korea
The number of foreign workers moving into Korea began increasing in the 
late 1990s, and this number exceeded to 775,000 by the end of 2007. In 
particular, the number of foreign workers officially registered with the 
Immigration Office of the Republic of Korea started to increase dramatically 
after 2003. As of 2012, approximately 6.4% of the foreign workers residing 
in Korea were professional and skilled workers while 93.4% were unskilled 
workers. Korea’ policy concerning the influx of foreign workers traditionally 
took the stance of only allowing foreign workers for those skilled jobs that 
could not be filled by Koreans alone, and prohibiting employment of 
foreigners in unskilled jobs. However, with a serious shortage of industrial 
workers in mid-1990s and later, employment of unskilled foreign workers 
became possible through various programs such as industrial internship 
programs and the employment permit system. On the other hand, highly 
skilled foreign workers are given various preferential measures, the most 
significant of which is the gold card program. In order to examine discussion 
of labor mobility in the FTAs signed by Korea, we evaluated Mode 4 
(exchange of natural persons) of the Korea-China-Japan FTA which is under 
negotiation as of 2013, as well as the Korea-ASEAN FTA, Korea-USA FTA, 
Korea-Singapore FTA, and Korea-India CEPA which have already been 
established. Overall, the discussion concerning labor mobility in the FTAs 
tends to be confined to limited openings of professional jobs. The discussion 
also includes matters concerning mutual recognition of professional 
qualifications.
3) Labor mobility and role of qualifications
The function of qualification frameworks is to facilitate international labor 
mobility by securing mutual correspondence across the qualification 
frameworks of the countries involved. First, labor mobility is mediated 
between countries with established national qualification frameworks(NQF) by 
comparing the NQFs and establishing a common language for qualifications 
between the national qualifications. Next, for increased labor mobility of 
specific jobs(usually professional), correspondence is secured between 
individual qualifications through mutual comparison.
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In our review of the role of qualifications in labor mobility in the cases of 
the EU and Australia, it was found that interrelation of the NQFs promoted 
labor mobility between the countries. In other words, various regional 
qualification frameworks(RQF) that can function alongside NQFs such as the 
European Qualification Framework(EQF) of the EU and the ASEAN 
Qualifications Reference Framework(AQRF) - which is currently being 
prepared for adoption by ASEAN countries - can facilitate even more 
seamless recognition of qualifications and greater labor mobility. 
On the other hand, discussion of mutual recognition of qualifications for 
labor mobility to and from Korea is currently focused on individual 
qualifications for specific jobs. With the launch of the new administration, the 
NQF has been selected as a national project and thus, its actual introduction 
is expected to materialize in a near future. When the NQF is adopted, it is 
expected to promote international labor mobility based on equivalence secured 
through links with education(degrees), training, qualifications, and experience.
4. Policy Implications
1) Enhancing creativity by improving social and institutional environment
Today, the creative human resource policy for creative economic 
development consists of convergent education for the cultivation of creativity 
during school years and business startup activation support, etc. during 
post-school years. However, since cultivation of creativity remains difficult in 
Korean society without changing the social, cultural, and institutional factors 
for cultivation of creativity, the scope of the creative human resource policy 
must be expanded greatly to include a wide range of policies. In particular, 
this process not only requires government effort in making institutional change, 
but also private stakeholder effort in making social and cultural changes.
Next, concerning ‘Convergence’ which the government is emphasizing, 
more investment and study are required in the design and implementation of 
convergent education programs in elementary, middle, and high school 
education. A more sophisticated approach is necessary not only for education 
but also for greater cognitive diversity at the organizational level. As such, 
collecting and analyzing various success models and encouraging enterprises 
and institutes to utilize them could be considered as a government policy 
issue.
Another result of a significant implication is that generation of new ideas 
is inhibited when free discussion remains difficult due to the traditional 
16  2013 KRIVET Research Abstracts
hierarchical culture within an organization. In this regard, starting with the 
classroom setting, the relationship of the teacher/professor and the student 
should not be hierarchical but learning should be based on mutual respect 
and horizontal discussion/conversation. And during the post-school years, 
continuous effort must be made to change the rigid and vertical hierarchical 
culture of the society. In particular, effort must be made to cultivate and 
activate a more horizontal organizational culture in work places. For this, the 
government must provide support for alleviating organizational hierarchy 
within small businesses as a part of its enterprise wage-job redesign support.
Next, concerning various changes at work places, it is of utmost 
importance to improve working conditions with minimal stability and material 
compensation in order to fully uplift and demonstrate the creativity of the 
people. For this, it is necessary to provide adequate protection and 
compensation for intellectual property rights, copyright, etc. along with 
institutional measures to create adequate working conditions for those who 
work passionately on creative jobs.
On the other hand, concerning institutional design for management of 
workers’tasks and implementation of compensation in the actual workplace, 
excessive specialization, bureaucratization, and hierarchizing are generally 
known to have negative effects on creativity. Nevertheless, as pointed out by 
Williams and Yang(1999), the traditional bureaucratic organizational structure 
itself does not always negatively affect creativity as it has the function of 
rationally managing the uncertainties inside and outside the organization 
through clear division of roles and a sophisticated management system. 
Therefore, sophistication of the human resource management system at the 
present moment is expected to have more positive effects than negative 
effects on creativity through improved rationality of organizational operation. 
As such, it would be necessary, especially for small businesses, to establish 
more rational and sophisticated human resource management systems in the 
future.
2) Improving labor mobility through implementation of qualification policy
One of the measures to be taken for improved labor mobility in terms of 
qualification policy is that the export of professional workforce must be first 
expanded to countries that have signed FTAs with Korea. Considering the 
experience of the EU, substantial movement could be expected for social 
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professionals such as accounts and lawyers, and healthcare professionals such 
as doctors and nurses, as well as science and engineering professionals such 
as architects, veterinarians, and engineers. Therefore, policies need to be 
adopted to expand the employment market of such professionals and catalyze 
export of professionals to developed countries which have signed FTAs with 
Korea.
Next, the NQF must be introduced and utilized in Korea to strengthen 
linkage of degrees, education, training, and experience, and to improve 
international mobility of workforce. Australia is making aggressive effort to 
promote labor mobility with member nations of the EU and the ASEAN 
through compatibility with the AQF, EQF, AQRF, etc. The Korean 
government is actively working to adopt an NQF; it is necessary to ensure 
that the NQF works with the EQF, AQRF, etc. which are already operational 
or will be operational soon. In this case, an inter-ministerial organization must 
be established for the overall management and operation of the NQF. Also, 
as international mobility of workforce is expanded through mutual recognition 
of qualifications, etc., supply and demand of manpower in the overall labor 
market must be considered as well. For this, along with adoption and 
operation of the NQF, a system must be established to identify both the 
amount of workforce currently supplied through various qualification systems, 
including the national technical qualification system, and through various 
education and training systems, as well as the amount of workforce currently 
demanded for each field and level of the labor market.
